The Purpose of the Study was to investigate the turnover intentions among new entrants in software testing professionals who are working in software industry which is located in Chennai. The Samples unit [N = 135, Male = 67, Female = 68] was drawn from Software Industry. The Study investigated the Organizational Satisfaction, Job Satisfaction, Interpersonal Relationship with Supervisor's and Life Satisfaction has significant impact on Turnover Intentions among new entrants. The results were interpreted using SPSS 17.0 and the findings given for the software industry to understand perception of employees towards employers and take necessary steps to reduce the turnover intentions.
INTRODUCTION
Software Development Life Cycle is a systems approach to problem solving and is made up of several phases, each comprised of well define input and output milestones. Testing phase has much importance in Software Development Life Cycle due to a major contribution in finding and correcting the errors and it was performed by Software Testers. The field of Information Technology has faced a revolution in past decades and has opened new areas of success and opportunities for entrepreneur globally. But now the software industry is facing a serious problem of high turnover. High turnover will affect the project success. The roles of software testers have significant impact on the project success. The following problems will encounter when software testers left their current job during Testing Phase.
 Functional Knowledge on the application.  Experience on the application  Experience on the usage of testing tools with respect to specific project  Client interactions  Collaboration within the testing team  Collaboration within the development team  Time to build a new member
LITERATURE REVIEW
Zhigang Wu [1] et al, analyze the impact of employee turnover along controllable variable and Uncontrollable variable. Zhang Guangyu [2] et al, developed a model to understand the talents loss risk using an evaluating indexes system with fuzzy comprehensive evaluation method. Xinhui Jiang [3] et al, while examining to study the turnover intentions with respect to impact and supervisors' monitoring, results indicate that former did not reduce turnover intentions, but when the later was high, turnover intentions was high. Dayong Wang [4] , conducted a study to determine turnover intentions of new employees based on 6 types of pressure such as pressure from work itself, organizational management pressure, role ambiguity and role conflict pressure, interpersonal relationship and communication pressure, career development pressure and personal qualities pressure. Personal qualities pressure has no impact on turnover intentions. Zhang Jiandong [5] , conducted a study in IT industry to determine employee engagement such as work input, organizational identity and work-happiness with respect to gender, age, marital status, education and working time. Qin Zhou [6] , suggests that low perceived organization support and low job satisfaction leads to high turnover intentions. Dawn Owens [7] et al, conducted a study and classified into two categories to retain the talented employees such as Non-Monetary (Intrinsic) and Monetary (Extrinsic) characteristics. Jo Ellen Moore [8] , results suggests that low affective commitment, high perceived job alternatives, and high psychological futility of voice are the primary determinants of turnover. Oksan Imamoglu [9] et al, determines the attributes for project success or failure. The causes of failure are went over time, went over budget, no organizational benefits and low user satisfaction. The reasons for project success are good project management and leadership, effective planning, executive and sponsor commitment, total organization and project team commitment. Janice M. Bum [10] . We have applied correlation and regression analysis to compare these four modules and obtain the results which is shown in later pages. The unique work we can defend in our work is that the particular four combinations is not been travelled by many researchers and that to among software testing professionals.
OBJECTIVES OF THE STUDY
The study has the following objectives  To study the demographic profile of the respondents.  To understand the satisfaction level according to gender about the organization satisfaction, job satisfaction, interpersonal relationship with supervisors and life satisfaction.  To examine the turnover intentions in software testing professionals.
HYPOTHESIS OF THE STUDY
H1: There is no significant difference between gender and turnover intentions in software testing professionals at 5 percent level of significance.
H2: There is no significant difference between age and turnover intentions in software testing professionals at 5 percent level of significance.
H3: There is no significant difference between income level and turnover intentions in software testing professionals at 5 percent level of significance.
H4: Male employees will have greater organization satisfaction, job satisfaction, interpersonal relationship with supervisor's and life satisfaction and lesser turnover intent compared to Female employees.
H5: Organization Satisfaction is negatively correlated with turnover intent.
H6: Job Satisfaction is negatively correlated with turnover intent.
H7: Interpersonal relationship with supervisors is negatively correlated with turnover intent.
H8: Satisfaction in Life is negatively correlated with turnover intent. 
RESEARCH METHODOLOGY

RESULTS
Various statistical analyses were conducted to test the different hypothesis. The results of the study are presented in four sub-sections. The first section shows the demographic profile of the respondents. The section shows the ANOVA results for significant different in hypothesis. The third section describes correlation results and fourth section presents regression analysis. 
Demographic Profile of the Respondents
ANOVA Results
The Table 2 , 3 and 4 shows that there is a significant difference exists among Gender, Education and Income level with respect to turnover intentions. Hence H1, H2 and H3 are rejected. Table 5 shows that comparative study of male employees and female employees on different group variables such as organization satisfaction, job satisfaction, interpersonal relationship with supervisor's, life satisfaction and turnover intentions. The result reveals that male employees are more satisfied in different group variables and lesser turnover intent. Hence H4 is accepted. 
Correlation Results
From table 10 the result reveals that there is a strong negative relationship exists between organizational satisfaction, job satisfaction and interpersonal relationship with supervisors with respect to turnover intentions. A moderate negative relationship exists between life satisfaction and turnover intentions. Thus decrease in organizational satisfaction, job satisfaction, and interpersonal relationship with supervisor's and life satisfaction will increase turnover intentions. Thus Hypothesis H5, H6, H7 and H8 are accepted. , it is understood that male employees are more satisfied when compared to female employees. It is also observed that male = 80.59 % and female = 80.88 % agrees that they are interested in doing testing job. The study can be extended to compare and contrast with a variety of other sectors. The study concludes that employee is the biggest asset for the organization. The organization has to revise the current policies for the new entrants and needs to motivate them. As well as the supervisors has to be more open mind in providing consistent performance feedback and give more opportunity for the new entrants to learn new things in the current technology in order to retain the talented young employees.
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